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Staggering the Payroll 


An analysis of the replies to a questionnaire regarding paying employees 
on different days of the week developed various reasons for the adoption of 
this practice. The change was made by thirteen companies to avoid a peak 
load in the payroll department ; a subsidiary reason given by two of them was 
that errors were thus avoided and the long pay lines obviated. Centralizing 
the paymaster’s department was the reason given by one firm. Another 
wished to increase production. Another saw possible economies in the change. 
Still another wanted to shorten the time between the close of the payroll week 
and the worker’s receipt of the money. 

There seemed to be no definite opinion of the comparative cost of the 
new and old methods; one company said there was no difference, and seven 
said that there was a saving. One manufacturer said: 

“The cost of protection when we paid twice a week in cash was corre- 
spondingly greater than when we paid only once a week, but the saving in 
haste and strain, as well as the possibility of our delivering the pay of some 
departments earlier than they would otherwise receive it was well worth the 
difference.” 

The protection required for a staggered payroll was reported by five com- 
panies to be the same as before and by four companies as being less than 
before. 

In one company the workers were better pleased with the new arrange- 
ment and in eight they were satisfied. No one reported the workers dis- 
satisfied with the change. 

There seems to have been no great ceremony in changing from one plan 
to the other, most companies “just did it.”” One, however, brought the pro- 
posed change before the General Joint Council of their Employees Represen- 
tation System and the new schedule was approved by them. 

Three examples of detailed practice follow; the first two being manu- 
facturers and the third a publisher: 

“At the time the change was made we had approximately 8,000 employees 
to pay each week which required about 37 employees to compile payrolls, pay 
off employees and maintain timekeeping records. It was necessary at that 
time to hold back eight days’ pay to insure us enough time to compile a week’s 
payroll. 
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“At the present time our factory is divided into six payroll divisions, 
paying off one division each day. This spreads the work evenly over the week 
and has made it possible to reduce the number of days’ pay held back from 
eight to six days. 

“The following actual figures will show the savings in operating under 
the staggered payroll method. 

1920—8,000 employees paid once each week on Saturday—37 payroll clerks 
including paymasters. ; 
1926—4,500 employees paid each week by divisions—8 payroll clerks includ- 
ing paymasters. 
* * x 

“This practice has been followed in our Manufacturing Department for 
anumber of years. It is also used to some extent by the Installation 
Department. 

“Salaried employees and hourly-rated day work operators are usually 
pail on the first two or three days of the following week. 

“Straight piece-work operators are usually paid the last two or three 
davs to allow time for their job tickets to be figured. 

“The payment of employees at X, as dictated by the practical purposes 
of computing payroll data as suggested above, are staggered as follows 
(approximate) : 


ee 25 per cent (oo eee 18 per cent 
eres “ao” on TOT or 
Wednesday........ — eee lis 


“In the Installation Department it is quite a common practice to pay 
office employees on Monday of each week, and field employees on Thursday 
or Friday of the same week. In each instance payment is made to cover the 
week ending the previous Saturday.” 

* * * 

“We used to take two days to pay off the employees, but now pay off the 
whole plant on one day because the Boston bank which puts up and delivers 
our payrol! prefers to handle it all at one time. As the banks do not seek 
this kind of work, I doubt very much if our bank would agree to make four 
or five or six different deliveries per week. Paying off on one day,—in our 
case, Wednesday,—of course brings a peak load on the paymaster’s depart- 
ment on the two preceding days, but the same department has other work to 
do which has been so adjusted that it does not have to be handled on the two 
peak days. Therefore, the department practically goes along with a normal 
load throughout the week. 

“There are certain minor objections which would obtain in our plant to 
the plan of paying off different departments on different days. One would 
be that the employees who happened to be laid off in the latter days of the 
week would be rather dissatisfied to have to wait so long for the money due 
them for their previous week’s work.” 

Only one company—a Boston manufacturer—reports returning to the 
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one-day payment after having used the staggered plan. The reason for this 


change was “protection and less effort” the city police being present at the 
resulting one time of paying. 


Ways of Discouraging the Stealing 
of the Product 


Since the study of Stealing in the Factory* was made, one of our mem- 
bers has asked for the current practice in contending with stealing the product. 

A consideration of means used to discourage workers from such theft 
shows two general attitudes: one of removing the causes and temptations 
which may lead to theft and the other a more or less definite policy of appre- 
hension and punishment after the act is committed. Much may be done in 
physical layout to control ingress and egress of employees thus simplifying 
the control of packages. A centralized time desk with package checking facil- 
ities is found practical by one firm. Exit permits for packages are used by 
27 of the firms replying to a questionnaire on this subject. Policing either 
by uniformed officers, uniformed watchmen, ordinary watchmen or secret 
service men is another popular precautionary method. Ten companies in- 
spect outgoing employees even searching suspicious ones. Twenty firms de- 
pend on their inventories to check any loss. Six concerns bond employees 
handling valuable goods. One company posts a reward for information 
leading to the detection of theft and two others give publicity to the punish- 
ment of the case. Eleven firms depend upon the high calibre and general 
morale of their workers and supervisors to obviate this problem. One com- 
pany eliminated theft by illuminating the factory inside and out. Another 
firm says that enlisting the aid of the works council in discouraging theft was 
very salutary. 

As to the practice following apprehension: two companies turn the case 
over to the works council for their consideration. One of these companies 
says that the usual result is that the council refers the guilty party to the 
personnel department for its disposal. The other says that nearly always 
the decision of the committee is final. Ten companies have the culprit arrested 
but do not prosecute. Eleven discharge the worker forthwith. Twelve say 
that each case is considered and treated individually. 

One company (manufacturing hats) remarks that they had an intricate 
system of exit passes and numbered tickets to identify employee purchases 
but that after a time this seemed too cumbersome and the plan was abandoned 
with the thought that it was more expensive than any possible losses. 

Two variations from the ordinary exit pass are noted: one that each 
employee purchase must be sealed by the cashier, and the unbroken seal pre- 
sented for inspection at the exit; the other provides special wrapping paper 
for all employees’ bundles. The watchmen are instructed not to pass anything 
not so wrapped. 
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One department store fingerprints all employees engaged for work in 
the store outside of the usual business hours. In some divisions of' this store 
the Protection Office has made it a term of employment that individuals vol- 
untarily agree to periodic searching of the person,—this applies particularly 
to cleaners, etc. 

A food product organization says that their practice is to prosecute only 
those cases where the product and material are being sold. 

A wholesaler and manufacturer says that: 

“If the offence is committed by a young man under 21 years of age, and 
is rather a minor one, we go after him sharply, and if he shows the right 
attitude we may retain him in our employ, usually after taking the matter up 
with his parents. If the employee is over 21, and is married, with children, 
the problem presented is an exceedingly difficult one. In most cases we com- 
pel the replacement of the amounts pilfered and get rid of the employee, with- 
out having him jailed, but if the offence is a flagrant one, we let the law take 
its course. On the whole, we have found that an employee caught pilfering 
does not very often take advantage of the opportunity to make good. Sooner 
or later he again gives indications of weakness. Once in a while there are 
individuals who show genuine regret, and who carry out successfully their 
determination to make good. 

“The greatest number of cases with us are those of boys. We seldom 
have it happen to older employees; in fact, it is with the assistance of our 


older employees that we are generally able to find out about one of our 
employees stealing.” 


A manufacturer of fabrics says: 

“When the employee was discovered he was brought before the works 
conference and given an impartial trial. 

“Tn each case the verdict was that the culprit be handed over to the Per- 
sonnel Department to decide the issue and I am glad to say that in the three 
cases brought to my attention in the past four years I have retained the indi- 
vidual in the services of the company with a change in position and in each 
case a reduction in income. 

“Our big desire was to prevent any suffering on the part of the family 
of the culprit and we felt that if he could live down the incident in the face 
of a group of employees who knew the circumstances that in itself would 
be sufficient punishment and he would come through the ordeal! a bigger and 
better man, and so far it has proven a success.” 





AN expression of interest in personnel practice on the part of the membership has 
resulted in the renewed publication of “Personnel.” It is hoped that members will 
feei disposed to contribute articles for the mutual benefit of all. 
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